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INTRODUCTION: 
In recent years psychologists have evinced much 
interest in investigating job factors leading to job 
motivation and job involvement which are considered to be 
vital indices of the quality of work life { Hall & Lawler, 
1973 : Walton, 1972; Dewhirst,1973; Rao, 1981; Akhtar & 
Nizami,i987; Elloy, Everett & Flynn, 1991 ; Orpen & 
Fisherdon, 1993) . 
Lodahl & Kejner {19&5) were instrumental in bringing 
the term job involvement to limelight. Job involvement is the 
degree to which a person is identified psychologically with 
his work or the importance of work in his total self-image 
{Lodahl Sc Kejner , 1965). 
In an extensive review of job involvement studies, 
Rabinowitz & Hall (1977) suggested that job involvement has 
been considered either in terms of individual differences or 
job situations or an interaction between the individual and 
his job or these are fconsidered to be essential detenr.iners 
of job involvement. 
The other in^ortant variable under investigation is job 
characteristics. Herzberg (1959) propounded job enrichment 
theory and projected that 'enriched' job was a source 
of satisfaction to employees and leads chem to bette: 
perfonT.ar.ce. Taking lead from the Herzberg's monumental vcrk. 
Turner i Lawrence tl965) developed measures of six 
"requisite task attributes" (RTA). This summary index was 
used for ascertaining the relationship between nature of jobs 
and workers satisfaction and attendance . Hackman & Lawler 
(1971) identified four of the Turner & Lawrence (1965) 
attributes as core characteristics of job that would allow 
individuals to obtain meaningful personal satisfaction from 
the job itself._ These four facets were - Autonomy, Task 
identity. Feedback and Skill variety. Hackman & Oldham (1975) 
combined these job characteristics into a single index called 
as motivating potential score (MPS). This is summary measure 
of work motivation. Few researches, in our country (Maneriker 
5c Patil,1983; Kumar,1988; Gandhi ,1992), investigated these 
four core job characteristics as a con^osite model based on 
the assunptions that perceptions of these characteristics 
enhance etiployee motivation and performance. This formed the 
main objective of the present study. Moreover, absence of any 
measuring device to study job characteristics in Indian 
context, necessitated the develojwnent of a standardized tjool. 
This is another salient feature of the present investigation. 
Demographic variables such as salary cind advancement and 
such other variables immensely influence behavior of 
employees in an organization. Many studies in our country 
have been conducted using correlational design to determine 
the relationship between demographic variables and job 
involvement. None of researchers using multivariate analysis 
attempted to probe the demographic and situational correlates 
of job involvement. Hence the purpose of this study is to 
investigate the influence of core job characteristics 
(Autonomy, task identity, feedback & skill Variety) as well 
as demographic variables (advancement & salary) of various 
level of employees on job involvement. 
DESIGN OF THE STUDY: 
In pursuit of the above objectives, the present 
investigation was carried out in two public sector 
undertakings - a Textile mill and a Tannery located in 
industrial town of Kanpur . The sample comprises of 419 
production line workers, 56 supervisors and 45 managers of 
the <3bove mentioned organizations. Job characteristics scale 
(Naaz & Akhtar, 1993) was used for the measurement of job 
characteristics. Validity of the scale was gauged by 
computing item - total score correlation which reinge between 
.27 to .78 . Product moment correlations computed among the 
four core job characteristics ranged between' .18 to ,81 
(N=100). The values were found statistically significant at 
.05 level. The split-half reliability of the scale was .92. 
Job involvement was measured by a scale developed by Lodahl & 
Kejner (1965). The split-half reliability, concurrent and 
construct validity of the 20 item scale has been reported by 
the authors. The adapted version of job involvement scale was 
used in this study. This adaptation was undertaken by Akhtar 
& Bacha (1984)^ having split-half reliability coefficient of 
.76 (N=100). Job characteristics (Automoray, Task identity. 
Feedback & Skill variety) and demographic variables 
(Advancement & salary) were considered as independent 
variables and job involvement as dependent vai;iable. Standard 
multiple regression analysis was applied to find out which of 
the independent variables were significant predictors of the 
dependent variable. Stepwise regression analysis was used to 
findout the best prediction equation' for the criterion. 
MAJOR FINDINGS : 
Among the three levels of employee we have studied, 
i.e., workers, supervisors and managers, it was found that 
task identity emerged as common predictor of job involvement 
for both the organization's en^loyees. Salary emerged as an 
important predictor of job involvement for supervisors and 
autonomy for managers. Stepwise regression analysis revealed 
that job characteristics are much better predictor of job 
involvement than are the demographic variables. The findings 
lend support to the conclusions drawn by Saal (1978). 
It may be recalled that both the organizations were 
government undertaking. It is an open secret that such 
organizations do not provide substantial freedom to the 
individuals in scheduling their job activities. Probably, 
this was one of the factors responsible for less involvement 
with the job. 
SUGGESTION: 
It is suggested that such studies should be carried out 
in various other public sectors as well as extended to 
private sector. The advent of multinational con^ janies in 
the country, during the la'st couple of years, is both a 
challenge as well as new experience for the employees. They 
have brought new organisational policy and programmes and are 
also offering various incentives to employees to boost 
productivity and sales. It would be interesting to undertake 
comparative study of job motivation and job involvement of 
employees serving in the public and private sectors as well 
as in multinational companies. Certain psychological factors 
such as early socialization process, locus of control, work 
ethics should also be taken into consideration to study job 
involvement. 
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CHAPTER I 
INTRODUCTION 
& 
REVIEW OF LITERATURE 
Employees are one of the organizations most 
valued resource, the nature of work and characteristics of 
the jobs have direct impact on how effectively they perform. 
In otlio^ r words, the way jobs and tasks are designed may be 
one of the most substantial influences on the work 
motivation, job satisfaction, job involvement and 
productivity of employees in work setting. In recent years 
riierp lias been an unprecedented upsurge in researching the 
impart of the design of jobs in organizations on employees 
rittecLive reactions such as, job motivation and job 
involvement which are considered to be vital indices of the 
quality oC work life (Hall & Lawler, 1970; Schwyhart & Smith, 
1972; Walton, 1972; Dewhirst, 1973; Rao, 1981; Akhtar & 
Nizami, 1987; Hall & Mansfield, 1975; Elloy, Everett & Flynn, 
1991; Orpen k Fisherdon, 1993). 
Historically speaking, Durkheim, an eminent sociologist 
evinced interest in job involvement as early as 1893 but 
Lodahl & Kejner (1965) were instrumental in bringing it to 
limelight. Although voluminous amount of research has been 
conducted on job involvement during the past two decades 
still a certain amount of confusion needs to be dispelled. 
The term job involvement was used in varied 
contexts and often confused with ego involvement, need 
satisfaction, intriTV^ Dic motivation and job i>at isf acation 
(I,o(5ain u Ko']t\nr, 19f.5; We i ruienboiq f. Gruonfeld, 1968; Lnwler 
& Hall, 1970; Schwyhart & Smith, 1972; Akhtar & Ahmed, 1978; 
Blau, 1985; Brooke et al., 1988; Dolke & Srivastava, 1988). 
Different interpretations of job involvement can be 
broadly categorized into two distinct ways. The first series 
of definitions seem to tie together the concept of self 
esteem. Life interest is central to this concept (Dubin, 
1956) and employees perceive their performance as significant 
aspect of their self esteem (Gurin, Veroff & Feld, 1960). 
Vroom (1962) describes a person as ego-involved in a job by 
tlie level of his self esteem which is affected by his 
perceived level of performance. In other words, for Vroom, 
involvement exists when a person's feeling of esteem is 
increased by good performance and decreased by the bad one. 
These definitions describe job involved person as one who is 
very much personally affected by his whole job situation, the 
work itself, his co-workers, the company, etc. 
The second conceptual way of describing job involvement 
is the degree to which a person is 'identified psychologically 
with his work or the importance of work in his total self 
image (Lodahl & Kejner, 1965) . Such a psychological 
identification with work may result partly from early 
socialization process during which the individual may 
internalize the value of goodness of wo^ 'k. Lodahl & Kejner 
(1965) emphasized that during the process of socialization 
certain work values are injected into the self of the 
individual that remain even at the later stage in the form of 
.ii(i(ude towards job. Siegel (1969) endorses that worker's 
sex, early socialization process and organizational variables 
affect the development of an individuals ideas about his job. 
Early socialization process is deemed to be responsible for 
developing job involvement. This suggests that fresh job 
holders are likely to be job involved if their socialization 
background is conducive to the development of such an 
attitude (Akhtar & Kumar, 1978). 
Katz & Kahn (1966) consider job involvement as 
moderator variable between satisfaction and performance. 
Weissenberg & Gruenfeld (1968) , think of it as a quasi 
indicator of motivation. Patchen (1970) considers job 
involvement as a convenient label summarising several 
characteristics that make the job more important and 
potentially more satisfying to the individual. Wollack, 
Goodale, Wijting & Smith (1971) consider job involvement as a 
partial operationalization of the protestant ethics. Lawler & 
Kail (1970) provided theoretical and empirical evidence to 
distinguish job involvement from need satisfaction and 
intrinsic motivation. They suggest that job involvement 
refers to the degree to which a person's total work situation 
is an important part of his life. Many investigators have 
confirmed that these terms are factorially independent 
(Cummings & Bigelow, 1976; Akhtar & Ahmed, 1978 ; Brooke, 
Russell & Price, 1988; Shore, Thornton & Shore, 1990) . 
These differences in interpretation clearly emphasize 
the historical lack of agreement concerning -what job 
involvement represents. Kanungo (1979, 1982) has provided new 
insight for understanding the terra job involvement. He has 
proposed that one should make a clear distinction between job 
involvement and work involvement. Whether an individual is 
involved in a job is dependent upon the extent to which the 
job satisfies his salient needs and hence job involvement in 
this respect is more situationally determined. On the other 
hand work involvement is considered to be a more stable 
psychological characteristic (Kanungo, 1987 b) . Evidence of 
this conceptual distinction has been provided by Gorn & 
Kanungo (1980), Kanungo (1982), Misra, Kanungo, Von Rosenthal 
& Stuhler (1985), Elloy & Cornelius (1986) but Paully, 
Alliger & Stone (1994) found moderate support for this 
differentiation. 
Saleh (1981) argues that job involvement is a 
multi-dimensional concept of involving structural components 
of cognitive, evaluative and behavioral intentions. 
Rabinowitz, Hall & Goodale (1977) and Saal (1978) found that 
both individual (Personality) difference and situational 
CJob) variable contribute to the prediction of job 
involvement. 
Review of job involvement definitions reveal that it 
has been considered either in term of individual differences 
or job situations or as an interaction between the individual 
and his job or these are considered to be essential 
determiners of job involvement. 
Scholars, in the recent past, have tried to find the 
correlates of job involvement in a variety of organizational 
settings. The correlates have been classified in terms of 
personal data, situational characteristics and work outcomes. 
Job involvement was found to be positively related to 
performance by Bass (1965). Weissenberg & Gruenfeld (1968) 
found that job involvement was significantly related to 
satisfaction with motivator variables. Rabinowitz & Hall 
(1977) thoroughly reviewed job involvement studies and 
concluded that age and protestant work values were the 
strongest correlates, of job involvement. Runyon (1973) and 
Reicz & Jewell (1979) advocate job involvement as a 
relatively personal characteristic and found that men are 
likely to value work more than women but Lennon 
(1987)obtained different results . In controlled work 
autonomy situation womens were found to be more involved with 
their job than men. 
A large number of studies have shown that job 
involvement is positively related to job satisfaction, 
recognition, fulfillment of intrinsic as well as extrinsic 
needs, participation in decision making, satisfaction with 
super'/isors, etc. (Weissenberg & Gruenfeld, 1980; Gom & 
Kanungo, 1980; Jans, 1985; Knoop, 1986; Lambert, 1991 and 
Riipinen, 1994). 
Researchers have also attempted to explore the 
relationship of job involvement with demographic variables 
(Hall & Mansfield, 1971; Schwyhart & Smith, 1972; Mannheim, 
1975; Gurin et al, I960; Seigel & Ruh, 1973; Blood & Hulin, 
1967; Batlis, 1978; Edwards & waters, 1980; Orpen, 1986; 
Mjoli, 1980), absenteeism (Cheloha & Farr, 1980), 
Communication quality (Frone & Major, 1988), role conflict 
and role ambiguity (Morris & Koch, 1979; Wiley, 1987), life 
event stress, (Innes & Adreinne, 1985) and organizaional 
commitment (Lathan & Leddy, 1987; Blau & Boal, 1989; Mathieu 
Sc Kohler, 1990) . Thus, demographic variables, absenteeism, 
communication quality, role conflict and role ambiguity, life 
event stress and orgtanizational commitment are significant 
determinant of job involvement. 
Job involvement studies in our country surfaced 
relatively late on the horizon. The socio-cultural disparity 
between the industrially developed countries and the 
developing ones necessitate the significance of job 
involvement researches to be conducted on a wider spectrum xn 
India. Indian researchers have attempted to explore the 
relationship of job involvement with demographic variables 
(Aichtar & Kumar, 1978; Sharma & Kapoor, 1978; Bajaj, 1978^& 
1978 b- Anantharaman, 1980; Jagdish, 1S84; KJiandelwal, 1986; 
Chaddha & Kaur, 1987; Pathak & Pathak, 1987; Kumari & Singh, 
1988; Anantharaman & Deivasenapathy, 1980; Choudhry, 1988; 
Singh & Pestonjee, 1990) . Personality varic±)les and their 
relation to job involvement have also been explored such as 
locus of control (Reddy & Rahmcui, 1984; Ready & Rajshekhar, 
1988; Achmamba & Gopikumar, 1990). Personality pattern 
(Prabhakar, 1979; Verma 1985; Khandelwal & Mathur, 1987; 
Itteyrah & Rani, 1990), role conflict & role ambiguity 
(Madhu & Harigopal, 1980; Singh, 1984; Srivastava & Singh, 
1983; Singh & Mishra, 1983) and such other variables as self 
esteem, childhood aspirations and expectations, adjustment 
ego strength, etc. Then organizational variables such as 
satisfaction quality of worlc life, leadership style, role 
overload, work motivation, etc. have also been investigated 
(Ghosh & Deb, 1983; Akhtar & Bacha, 1984; Singh, 1984; Reddy 
& Kumar , 1980; Singh & Mishra, 1984; Reddy & Rajshekhar, 
1988; Dhillon & Dondona, 1988; Srinivasan & Kamlanabhan, 
1986; Mishra, 1988; Sharma, Singh & Hussain, 1991; Srivastava 
& Sinha, 1992). The result of these studies are inconsistent 
as far as predicting the influence of various demographic and 
situational variables on job involvement are concerned. The 
inconsistency may be due to differing socio- cultural milieu, 
work values, working conditions and research methodology 
used. Thus,variations in cause and effect relationship cannot 
be precisely determined. 
It has been repeatedly pointed by researchers that job 
involvement is influenced by organisational, situational and 
personal characteristics, but it has yielded consistently low 
correlations with almost every variable. The model of job 
involvement has been evolved on the assumption of linearity 
of relationship between job involvement and the variables 
mentioned above. Rabinowitz & Hall (1977), in their exclusive 
review of literature, concluded that " no one class of 
variables (personal characteristics, situational 
characteristics and work outcomes) show clearly stronger 
relationships to job involvement" than any other. V^ linearity 
of the relationship has been doubted by Indian researchers 
also (Anantharaman & Kaliappan, 1982; Akhtar & Bacha, 1984) 
who pointed out that the relationship may be curvilinear. 
JOB CHARACTERISTICS: 
As mentioned earlier the other important variable 
under investigation is Job characteristics. Characteristics 
of the job can be designed to match the individual needs, 
personality characteristics and expectations associated with 
the job. The issue of job design is of specific inportcuice 
because the way in which jobs are structured, designed and 
controlled have a direct impact on employees performance, 
their job involvement and job satisfaction , (Sekaran, 
1989) . 
Such factors as the number of employees required, 
diversity of activities performed, the needed skills, 
abilities and training and the authority and responsiblity 
bestowed are all part of how a job is designed to enhance 
employees performance. 
v^ ^^ -^ aylor (1911) was the first person to scientifically 
examine the structuring of tasks and how they should be done 
by simplyfying, standardizing and specializing the jobs. It 
was believed that simplification of the job would bring about 
organizational benefits such as reduction in training costs, 
labour expenses increased productivity and higher job 
profits. Numerous scholars have studied the consequences of 
work simplification (Argyris, 1964; Blauner, 1964; Friedman, 
1961; Herzberg, Mausner & Snyderman, 1959). Empirical studies 
began to appear in management literature which suggested that 
absenteeLsm and turnover as well as employee dissatisfaction 
and monotony often increased when the jobs were 
oversimplified and routinized. This led to exploring 
alternative sources to overcome the limitations. 
One of the most important theme which inspired 
industrial psychologists to provide guidelines and framework 
for the motivation of workers is. the notion of job 
enlargement. Programmes were initiated to give employees, 
within broad limits to set their own work pace, to include a 
greater variety of tasks, so as to make them more meciningful 
(Biganne & Stewart, 1963; Conant & Kilbridge, 1965; Davis & 
Valfer, 1965; Ford, 1969). But job enlargement studies, by 
and large, disregarded development of conceptual framework 
and failed to evolve theoretical foundations due to which the 
desired objectives were not achieved. Job enlargement 
experiments involved a number of simulataneous changes and it 
became difficult to ascertain which of these aspect of the 
redesigned jobs were, in fact, responsible for observed 
behavioral and attitudinal changes. Also, the generality of 
the job enlargement efforts were largely unknown and it was 
believed that horizontal as well as vertical expansion of 
jobs may overcome such shortcomings (Ford, 1S69; Lawler, 
1969; Sheppard & Herrick, 1972). 
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In view of the above mentioned considerations, 
concerted research efforts were made for enriching the job, 
by giving employees more responsibility and control over work 
and offering learning opportunities on the job, and to assess 
their influence on employees motivation. Inspiration for job 
enrichment theory may be traced to Herzberg's (1959) two-
factor theory of job motivation. Herzberg assumed that in 
order to motivate personnel, the job must be designed to 
provide greater opportunities for intrinsic motivation such 
as achievement, recognition, responsibility, advancement and 
growth. The technique eni:ails enriching the job so that these 
factors are included in it . As opposed to job enlargement 
which horizontally loads the job, job enrichment vertically 
loads the job and makes it more challenging and involves 
ample opportunities for displaying one's skill and talents 
which, in turn, is considered as a source of satisfaction. 
Naturally, it may lead to better performance (Blood & Hulin, 
1967; Hulin, 1971; Hackman & Oldham 1974; Hulin & Blood, 
1968; Lawler, Hackman & Kaufman, 1973; Wanous, 1973). 
Taking lead from the line of thinking of Kerzberg, 
Turner i Lawrence (1965) gave the concept of Requisite Task 
Attribute" (RTA). The six attributes delineated by them were 
: (a) variety, (b) autonomy (c) required interaction, (d) 
optional interaction, (e) knowledge & skill required and (f) 
responsibility. On the basis of scores on each of the six 
dimensic.n, a summary measure was derived, called the 
Requisite Task Attribute Index (RTA Index). This summarv 
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index was used in ascertaining the relationship between the 
nature of jobs and workers satisfaction and attendance. The 
authors expectations that employees working on jobs which 
were high on the RTA index would have high job satisfaction 
and low absenteeism were not fully supported. They found that 
the expected relationships held only for workers from rural 
background, for workers in urban settings, they reported less 
satisfaction when jobs were high on the RTA index and was 
unrelated to absenteeism. The investigators attributed thegre 
differences to cultural background of employees. 
The impact of community characteristics on jobs 
characteristics relations was further explored by (Blood & 
Hulin, 1967; Hulin & Blood, 1968). The researchers proposed 
that community alienation from the middle class work norm 
acted as a moderator of the job characteristics (Blood & 
Hulin, 1967) . 
From the above discussion it can be inferred that to 
enhance work motivation of employees, the conditions on the 
job can be arranged so that the employees believe that they 
will be most likely to obtain valued outcomes by working 
hard and effectively toward organizational goals. It may be 
possible to specify a set of "job characteristics" which will 
provide employees with higher order need satisfactions to the 
extent that they work hard and well toward organizational 
goals. Some researches (Lewin et. al, 1944; Argyris, 1964) 
suggest cha:: individuals may experience higher order need 
satisfactions when they learn that they have, as a result of 
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their own efforts, accomplished something that they believe 
is personally worthwhile or meaningful. It appears that four 
of Che requisite task attributes pro^posed by Turner & 
Lawrence (1965) may be useful in operationalizing the general 
job characteristics. These attributes are specified as core 
characteristics that would allow individual to obtain 
meaningful personal satisfaction from the job itself. These 
four facets are : Autonomy, Task Identity, Feedback & Skill 
Variety. 
The dimension autonomy refers to the degree to which a 
job provides freedom, indepencence and discretion to the 
worker in scheduling his work and in determining the 
procedures to be used in carrying it out. Task identity is 
the degree to which a job requires completion of a 'whole' 
and 'identifiable' piece of work. In other words the job must 
provide outcomes which are intrinsically meaningful or 
otherwise experienced as worthwhile to the individual. 
Feedback is the degree to which carrying out the activities 
required by the job results in the eii^ jloyee obtaining direct 
and clear information about the effectiveness of his 
performance. Jobs high on the dimension of variety requires a 
number of different skills and aibilities to be essential for 
carrying out the work and thus provide opportunities to 
workers to experience meaningfulness on the job. 
In sumniary, it appears that employees perform 
effectively on jobs which are high on autonomy, task 
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identity, feedback and variety. The harder and better one 
performs on a job which is high on these dimensions, the 
more satisfaction one is likely to derive. 
In a study designed to test the ideas set forth above, 
Hickman & Lawler (1971) found that when jobs are high on the 
four "core" dimensions (autonomy, task identity, variety and 
feedback), employees who were desirous of higher order need 
satisfaction, tended to have high motivation and high job 
satisfaction, were infrequently absent from work and were 
rated by their supervisors as doing high quality work. Brief 
and Aldag (1975) replicated Hackman and Lawler (1971) study 
and endorsed that higher order need stength moderated job 
characterisatics. 
^^^^ckman & Oldham (1975) developed a conprehensive job 
characteristrics model. This model recognizes that core job 
characteristics contribute to certain psychological states 
and that the strength of employees need for growth has 
important moderating effect. In essence the model advocates 
chat certai.n job characteristics lead to certain critical 
psychological states such as skill variety, task identity and 
cask significance may lead to experience meaningfulness, 
autonomy may lead to the feeling of responsibility and 
feedback may lead to knowledge of results. The more these 
psychological states are present', the more employees will 
feel good about themselves when they perform well. Hackman & 
Cldham (15''5) combined these job characteristics into a 
single index called as motivating potential score (MPS). This 
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is a summary measure of work motivation. 
Task characteristics moderated by growth need strength 
was studied by many other investigators also. However, it 
does not provide strong evidence for the positive role of 
growth need strength (GNS) as a moderator variable (Lawler, 
Hackman & Kaufman, 1973,-Farr, 1976; Champoux, 1991; Tiegs et 
al, 1992) . 
Several studies have reported positive impact of 
enriched job on job satisfaction motivation and productivity 
in work setting (Stone & Porter, 1975; Orpen, 1979; Brass, 
1985; Cellar, Kernan & Barrett, 1985; Head & Sorenson, 1985; 
Oldham, Hackman & Pearce, 1976; Loscoco, 1989; Sekaran, 1989, 
Kelly, 1992). Also self actualization, locus of control and 
job level (Sims & Szilagyi, 1976; Abdel & Ahmad, 1980), task 
complexity (Perrwe & Mizers, 1987), gender and personal 
responsibility (Dallinger & Hampble, 1988), attention arousal 
(Fox & Feldman, 1988) and organizaional coirenitraent (Flynn & 
Tannenbamm, 1993) are the other aspects which influence job 
motivation and job involvement. 
One of the job characteristics, autonomy has been 
separately studied by many researchers. Saratha (1984) 
contends that increasing autonomy amd participation led to 
increased level of satisfaction. Kries & Brockopp (1986) also 
obtained similar results and found that autonomy was 
significantly related to job satisfaction. In a nieta»analytic 
study, conducted by Spector (1986), auronomy and 
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participation were found to be associated with high level of 
involvement, performance and motivation. 
Similarly feedback has been extensively researched. 
Fisher (1979) carried out a laboratory investigation and 
found chat low performers liked their superiors less than 
high perfopners who get feedback. Adler, Skov & Salvemini 
(1985) have also obtained similar results. On the other hand, 
some researchers obtained contradictory results. They 
observed that the effects of feedback do not influence 
employee attitudes (Pearce & Porter, 1986; Das, 1986; Das & 
Mittal, 1989). 
In a cross-cultural study Sekaran & Mowday (1981) 
obtained low correlations between job characteristics both 
for the USA and Indian samples. Their multiple regression 
analysis suggests that both individual characteristics and 
job characteristics are important predictors of job 
involvement. 
The relationship between job characteristics and 
perceived organizational effectiveness with respect to 
organizational typology were studied by Sayeed & Vishwanathan 
(1983) . They pointed out that extrinsic and intrinsic job 
factors differ in terms of ittportance in manufacturing and 
non-manufactrti^ ing organizations. 
The significance of Hackman-Oldham job enrichment model 
(1976) in Indian context has been tested hy many researchers. 
16 
Padaki. (1982 & 1984) found partial support for the model. In 
her factor analytical study, macro• and micro factors were 
found to be significant predictors of job satisfaction and 
motivational outcome. Padaki, however, did not find 
significant relation between job characteristics and 
individual performance effectiveness. 
In a study aimed at findingout the profile of Indian 
managers perception of job characteristics, Maneriker & Patil 
(1983) found the Hackman model useful in arriving at a 
profile of manager. They suggested that the information on 
the five core job dimensions can be used as a diagnostic aid 
in redesigning jobs. 
Kumar (1988) studied the relationship between job 
characteristics and need satisfaction of junior mctnagers. He 
observed that there was a partial deficiency in all the need 
areas with regard to their fulfillment. Job characteristics 
were found to be related to need satisfaction whereas 
discretion was positively and variety was negatively related 
to need satisfaction. 
Gandhi (1992) in her study found that job 
characteristics, on the whole, were not significant predictor 
of organizational identification but job autonomy and skill 
variety emerged as predictors of identification, while task 
identity emerged as predictor of organizational involvement. 
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RELATIOWSHIP BETKggM 79" INVOLVEMENT & DEMOGRAPHIC VARIABLES 
It is imperative that we must take into consideration 
the specific factors that may have motivational appeal for 
the people as well as the moderating effect of certain 
demographic variables on job- motivation because a person 
comes to his job with his needs, aspirations and personality 
characteristics, etc (Herzberg et al, 1959; Ronan, 1970). 
Review of studies also reveal that characteristics of 
workers ir.usc be considered along with characteristics of job 
in order to fully understand the workers effectiveness and 
attitudinal responses. 
Many studies in our country have been conducted using 
correlational design to determine the relationship between 
demo- graphic variables and job involvement. Certain 
demographic variables that have been selected for the present 
study are, chances of advancement, salary & job hierarchical 
level. 
Chances of advancement or promotion is an important 
factor in motivation of employees. When an employee is 
promoted to the upper level of hierarchy he gets enhancement 
in salary, is assigned more challenging jobs, greater 
responsibli:^ties and his worth is recognised. It may be 
assumed that the presence of these motivating conditions may 
enhance work effectiveness and job involvement. Review of 
literature in our country reveals that this variable has not 
been extensively researched. The present study may attempt tc 
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remove such a void. 
Most important demographic variable for Indian sample 
is Salary (income). Salary appears to be able to satisfy not 
only existence needs but security and esteem needs as well. 
A number of research studies indicate positive relationship 
between salary and job involvement (Sharma & Kapoor, 1987; 
Aleem i Khandelwal, 1988; Orpen, 1988; Muktamath, Gaonkar & 
Pushpa, 1991) . However, in their study (Pathak & Pathak, 
1987; Chadha & Gill 1988) observed that income did not play 
any role in the job involvement of employee. 
Job hierarchy influences job involvement of employees 
at work place. Many researchers have highlighted the 
significance of job level on job involvement (Sharma & 
Sharma, 197 8; Das, 1983; Singh 1987; Aleem & Khandelwal, 
1988; Choudhry 1988; Agarwala & Chadha, 1989; Singh Hussain 
& Pathak, 1994) . Significant difference were found in the 
level of job involvement of managers, suE>ervisors & workers. 
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AIMS & IMPORTANCE OP THE STUDY 
During the last five years new fiscal policy has been 
initiated and vigorously pursued. Economic liberalisation, 
and new incentives to industrial organisation and emphasis on 
exports have injected the spirit of competition among 
industrial organization. The advent of multinationals in the 
country has started a process of organizational change. All 
these factors taken together demand that the organizations 
should achieve productive efficiency. It is needless to 
emphasise that job involvement is a crucial factor for 
enhancing performance of employees. Researches show -that 
productive efficiency could not be achieved unless the 
various level of employees such as production line workers, 
supervisors and managers are sufficiently motivated to 
achieve organizational objectives and at the same time are 
motivated to fulfill their needs usually associated with the 
work life. In view of such broad considerations the present 
investigation was undertaken. 
It has been pointed out earlier that job 
characteristics such as Autonomy, Task indentity. Feedback 
and Skill variety have not been extensively and intensively 
studied in our country. Also demographic variaibles have not 
been properly explored. An attempt has been made in. the 
present investigation to take into consideration the core 
characteristics as well as demographic variables 
(Advancement & Salary) of workers, supervisors and managers 
of public sector undertakings. Probably, the present 
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investi^acion would throw light with the help of which better 
motivational strategy could be worked out to enhance job 
involvement of employees of various hcdrarchical levels. 
The present investigation may help public sector 
organizations in formulating incentive programmes for their 
employees and achieve productive efficiency. Training 
managers could utilize the findings of the present 
investigation in reinforcing their orientation and refresher 
programmes. 
The present investigation may be considered important 
from theoritical as well as applied point of view. 
CHAPTER II 
RESEARCH DESIGN 
& 
METHODOLOGY 
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RESEARCH DESIGN: 
Research design plays a significant role in inference 
making, using behavioural observations on a limited number of 
subjects and making decisions or predictions about the 
behaviour of the large group represented by these subjects. 
Edwards (1968) has specifically stated that "In research we 
do not haphazardly make observations of any and all kinds but 
rather our attention is directed towards those observations 
that we believe to be relevant to the cpaestions we have 
previously formulated". His contention reflects the point 
chat researches should be well planned and must be carried 
out using sound means and techniques for investigations. 
Research design enables the researcher to answer research 
questions as validly, objectively and accurately as possible. 
Research design has assumed added significance in social and 
behavioural sciences and is considered to be the most 
important component of research methodology (Kerlinger, 
1964) . 
Lindquist (1956) pointed out that "the researches are 
designed to proceed, in a planned manner to control variance 
and answer pertinent research questions." Main functions of 
experimental designs are to maximize the effects of 
systematic variance, control of extraneous variance and 
minimize the error variance (Broota, 1989). The design 
specifies the method to be en^ jloyed for manipulating the 
indeper.de.it variable and for measuring the dependent one. It 
helps in selection of appropriate statistical methods of 
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analysis. Ferguson (1981) asserts that several methodological 
approaches and designs have been developed but the choice of 
appropriate design depends upon the special characteristics 
of the sample, nature of measuring instruments and restraints 
regarding the manipulation of variables being studied. Thus, 
the choice of the method is goveimed by the aims of the 
study, the variables under investigation and the nature of 
the data. It is, thus, imperative that the objectives of the 
study should be spelt out clearly to facilitate the choice of 
the design. Research design can be classified into three 
broad categories : Exploratory, descriptive cind hypothesis 
testing (Kothari, 1985), Exploratory research studies 
emphasise the discovery of ideas and insights. Such studies 
must be flexible enough to provide opportunity for 
considering different aspects of a problem under 
investigation. But it is usually difficult to postulate 
explicit hypothesis. Descriptive research studies are 
concerned with specific predictions, with narration of facts 
and characteristics concerning the individual, group or 
situation. The research design in case of hypothesis testing 
are those where the researcher tests the hypothesis of causal 
relationships between the varicibles. 
The review of relevant literature in the preceding 
chapter has brought to light that certain job characteristics 
were found to be associated with many facets of jobs such as 
motivation, satisfaction and performance, job involvement, 
etc. It has been observed that changing or modifying certain 
23 
features of jobs resulted in the enhancement of quality of 
work life. But it has also been obsejrved that in our 
country, various investigators (Kumar, 1978; Maneriker & 
Patil, 1983; Gandhi, 1992) studied different job 
characteristics. None of the researchers tried to investigate 
these four core job dimensions (Autonomy, Task identity. 
Feedback and Skill variety) as a composite model based on the 
assumptions that perception of these characteristics enhance 
employee motivation and improve their performcince. Moreover, 
absence of any suitable measuring device to study job 
characteristics in Indian context, necessitated the 
development of a standardized tool. Such a void was narrowed 
by Naaz & Akhtar (1993) by developing a reliable and valid 
instrument for measuring job characteristics. 
The main objectives of the present investigation as 
stated earlier are to determine the extent to which job 
involvement of an employee is influenced by these four job 
characteristics and a couple of demographic variables namely 
salar]^ ' and opportunity for advancement. In other words, we 
are interested in ascertaining the predictors of job 
involvement for different categories of employees. The review 
of literature has also revealed that such variables as job 
characteristics and demographic variables have not been 
extensively investigated by Indian researchers. 
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METHODOLOGY 
SAMPLE : A sample is that part of the universe which 
are selected for the purpose of investigation. A sample 
should exhibit.the characteristics of the universe. According 
to Fisher (1950), a large sample is to be preferred than a 
smaller one. Actually the sample size is usually determined 
by the kind of problem to be investigated and the tools used 
by the researcher. A small random sample, however, is apt to 
be much superior to a larger but badly selected sample. 
The present investigation was conducted in two Pxiblic 
Sector organisations-a Textile mill (Elgin mills Co. Ltd.) 
and a Tannery (Tannery & Footwear corporation of India Ltd., 
Tafco) located at Kanpur. Three levels of employees 
(Managers, Supervisors and Workers) were chosen for the 
present study. Since the total strength of both the 
Organizations was very large only 25% of the workers were 
randomly selected for the study. The sample of managers and 
supervisors was 20% because the groups were much smaller in 
number as compared to the workers. 
The total number of Elgin managers were 96, supervisors 
124 and production line workers were 3,304. A complete list 
of managers, supervisors, and workers were obtained from the 
authorities of Elgin mills. A sample of 25% from each 
category of employees was randomly selected. Each subject was 
personally contacted and the purpose of the investigation was 
explained to them. They were administered Job Characteristics 
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and Job Involvement scales. As far as managers and 
supervisors were concerned, they submitted completed forms 
with much difficulty but for workers out of 850 forms 
distributed to them, after repeated visits only 405 forms 
were returned. Many workers expressed their inability to 
complete the form because they were illeterate. On scrutiny 
it was found that only 362 forms were complete. Thus, the 
sample of the managers was 24, the sample of the supervisors 
was 3 3 and the sample of the workers was 362 which were 
included in the study. It may also be pointed out that we 
distributed a few extra forms to the subjects on demand. 
The same procedure was adopted for collecting data from 
TafCO employees. The total population of Tafco employees was 
115 managers, 128 supervisors and 1431 production line 
workers. Although a sample of 25% from each level of 
employees were chosen for the study, the percentage of 
completed returns were very less as compared to Elgin 
employees. From the 360 forms distributed to workers, only 
132 forms were found to be completed for further analysis. 
The complete returns from the supervisors and managers were 
70 and ''5 percent respectively. 
Having obtained the returns, each and every respondents 
form was thoroughly scrutinized. The responses were tabulated 
on a mastersheet and tables were made separately for analysis 
in accordance with the requirements of statistical test. 
The table given below presents the essential features 
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of the sample : 
TABLE 2.1; SAMPLE CHARACTERISTICS 
AVERAGE(S) 
ORGANIZATION 
N Age(Years) Tenure(Years) Salary(Per month) 
Managers 
Textile Mills 24 
Tannery 21 
Supervisors 
Textile Mill 33 
Tannery 23 
Workers 
Textile Mill 362 
Tannery 132 
45.16 
43.80 
40.78 
45.18 
41.62 
40.5 
19.33 
17.95 
18.14 
19.69 
20.37 
18.62 
2800.83 Rs 
3020.00 Rs 
1836.36 Rs 
2045.65 Rs 
1125.89 Rs 
1546.10 Rs 
N=595 
TOOLS USED: The following scales were used for measuring the 
Job characteristics and Job involvement. 
JOB CHARACTERISTICS SCALE; Job characteristics scale 
developed by Naaz & Akhtar (1993) was used to measure the job 
characteristics. It is a likert type 5-point self-rating 
scale. It consists of 28 items pertaining to four core job 
dimensions, ie.. Autonomy ; Task identity; Feedback & Skill 
variety. Validity of the scale was gauged by coirputing item 
total score correlation which range between .27 to .78. 
Product moment correlation coefficient computed between the 
four core job characteristics ranged between .IS to .31 
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(N=100). The values were found statistically significant at 
.05 level. 
Split-half reliablity coefficient corrected by Spearman 
Brown formula for the four job characteristics were found 
as given below : 
Autonomy = .80 Task identity = .60 
Feedback = .70 Skill variety = .34 
The overall reliability coefficient of the scale was 
.92 (Naaz, 1993). Both the reliability and validity values 
determine the efficacy of the scale (Appendix - A). 
JOB INVOLVKMKNT; The job involvement of the subjects was 
assessed with the help of Indian adaptation of Lodahl & 
Kejner's (1965) scale. This adaptation was undertaken by 
Akhtar & Bacha (1984). Its reliability coefficient (Split-
half) has been reported to be .76. It is a 20 itemed 5 -
point rating scale. In the present investigation it was also 
used in Devanagri script adapted by Vadra (1991) . To 
establish reliability of the Hindi version of the Job 
involvement scale, the scale was administered to a sample of 
100 subjects both male and female teachers. The split-half 
releability coefficient corrected by Spearmcin-Brown formula 
was .89. The obtained correlation value is significantly high 
for measuring the Job involvement in the Indian context 
(Appendix - B). 
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STATISTICAL ANALYSIS : The choice of a Statistical method is 
linked to the type of data. Regression is considered to the 
most suitcible and useful technique because it ascertains the 
influence of several independent variables on the dependent 
one, (Tabachnick & Fidell, 1983) . In the present study there 
are four job characteristics and two demographic variables 
considered, as independent variables and one dependent 
variable , i .e. , job involvement. Through, this technique we 
intend co determine the significant predictors of the 
criterion or dependent variable. 
The goal of research using regression is to illuminate 
the relationship between the dependent vari&fcle under 
consideration and a set of independent variables. As a 
preliminary step one can determine how strong the 
relationship is between dependent variable and the 
independent varidiiles and then assess the importance of 
various independent variables to the relationship. Thus we 
can say chat multiple regression is a statistical technique 
used to relate independent to dependent variables in a manner 
which takes interactive effects into account. 
There are three major analytic strategies in multiple 
regression analysis namely : Standard, Heirarchical and 
Stepwise regression. Standard multiple regression is used 
when we have to simply assess relationships among variables 
and answer the basic question of multiple correlation. In 
hierarchical regression the researcher controls entry of 
variables into the regression equation on the basis of 
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logical or theoretical considerations. In the stepwise 
regression method the order of entry of varicible is based on 
statistical criteria for using these methods might be 
theoretical or for development of hypothesis (Kerlinger, 
1964) . 
In the present research we have made use of standard 
multiple regression and stepwise regression. Standard 
multiple regression strategy calls for entry of all 
independent variables into the regression equation at once. 
Each independent variable is assessed as it had entered the 
regression after all other independent variables had heen 
entered. Each independent variable, then, can be evaluated in 
terms of what it adds to prediction of the dependent 
variable, over and above the predictability afforded by all 
the other independent variables. The next part of the 
analyses deals with stepwise multiple regression. It was 
applied to find out the best prediction equation for 
criterion variable. As exploratory technique, stepwise 
regression can be seen as model building procedure 
(Tabachnick & Fidell, 1983). 
Many experts (Rabinowitz & Hall, 1977; Herman & Hulin, 
1972; Herman, Dunham & Hulin, 1975 and Newman, 1975) have 
used sophisticated multivariate analysis to identify the 
relative amount of common variamce shared by a contribution 
of several independent variables and assess their influence 
on job involvement. Thus, our choice of stepwise multiple 
regression analysis was determined by the suggestion of 
above mention experts. 
CHAPTER III 
RESULTS & DISCUSSION 
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RESULTS; 
Multiple regression analysis was applied for 
predicting job involvement which has been considered as the 
criterion variable. The predictor variables were certain job 
characteristics, such as, autonomy, task identity, feedback, 
skill variety and demographic variables ( chances of 
advancement and salary). 
First of all to find out the individual predictors and 
significance of relationship between independent variables 
and dependent variable, a standard multiple regression was 
computed. 
Next part of the analyses deals with the relative 
contribution of each of the independent variable in 
explaining the variance for the dependent variable of job 
involvement. It was assessed by applying stepwise multiple 
regression analysis. 
Table 3.1 STANDARD MULTIPLE REGRESSION ( TOTAL SAMPLE) 
Variables Regression Std. error of 
coefficient Reg. Coeff. 
t Value 
Autonomy 
Task Identity 
Feedback 
Skill variety 
Advancement 
Salary 
Intercept 
Std. error of 
.0724 
.1003 
.0808 
-.0418 
.0144 
.029 
estimate 
.0869 
.1277 
.0965 
-.2136 
-.0589 
.0001 
= 68.5725 
« 7.7899 
.0588 
.0635 
.0636 
.0864 
.5306 
.0006 
Multiple 
Overall 
R = 
F = 
1.4782 
2.0096'* 
1.5166 
2.4704** 
.111 
.2224 
.1593 
2.5545** 
** P<.05 
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Table 3.1 shows standard multiple regression analysis, 
done on the total sample of workers, supervisors and managers 
of the two organizations. 
It is clear from the results that all the 
independent variables taken together influence job 
involvement of employees (F = 2.55, P<.05). Task identity 
and skill variety emerged as significant predictor of job 
involvement. 
In the same manner the influence of job 
characteristics on job involvement of the workers of both the 
organizations were analyzed separately. 
TABLE 3.2 STANDARD MOLTIPLE REGRESSION (TEXTILE MILL WORKERS) 
Variables Regression Std. error of 
Coefficient Reg. Coeff. 
t value 
Autonc«ny .0067 
Task identity .0925 
Feedback .0669 
Skill Variety .0818 
Advancement .0124 
Salary -.011 
.0076 
.1211 
.1144 
-.2208 
.2662 
-.0017 
.0699 
.0763 
.0782 
.1019 
.6368 
.0035 
.1089 
1.5868 
1.463 
2.165*' 
.4181 
.4915 
Intercept • 71.6269 
Std. error of estimate » 7.9611 
Multiple R « .1604 
Overall F =1.5642 
•* P < .05 
The result indicate that independent variables 
as a whole do not have any significant effect on the 
dependent variable (R = .1604, P = 1.5642). Only one variable 
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i.e., skill variety, emerged as a significant predictor of 
job involvement. 
In case of Tannery workers independent 
variables as a whole failed to predict job involvement ( F = 
2.068) . Task identity has a unique contribution to job 
involvement, the value of 2.695 being significant at .05 
(Table 3.3). 
TABLE 3.3. STANDARD MULTIPLE REGRESSION (TAMNERY WORKERS) 
variables Regression Std. error of 
Coefficient Reg. Coeff. 
t value 
Autonomy .1810 
Task identity .2534 
Feedback .0775 
Skill Variety .0554 
Advancement -.0162 
Salary .045 
.1812 
.3718 
.0312 
.0378 
.8744 
.0029 
.1207 
.1379 
.1276 
.1784 
1.0664 
.0044 
1.5004 
2.695*^ 
.2448 
.2123 
.8199 
.6797 
Intercept » 58.7513 
Std. error of estimate = 7.3732 
Multiple R « .3005 
Overall F = 2.068 
*" P< .35 
Next part of the analysis deals with combined 
sample of Textile mill and Tannery employees. 
Table 3.4 shows the result obtained by both the 
organizations workers. 
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TABLE 3.4 STAMDARD MULTIPLE REGRESSION (WORKERS. COMBINED SAMPLE) 
Variables r Regression Std. error o£ t value 
Coefficient Reg. Coeff. 
Autonomy 
Task identity 
Feedback 
Skill Variety -
Advancement 
Salary 
.0777 
.1347 
.0895 
- .0235 
.0363 
.0901 
.080 
.1776 
.0698 
-.1855 
.1843 
.0029 
.0638 
.0704 
.7037 
.093 
.5703 
.0015 
1.2541 
2.5198' 
.9924 
1.994 
.3232 
1.8449 
Intercept = 63.8742 
Std. error of estimate = 7.6586 
Multiple R = .1908 
Overall F = 3.0683 
** P< .05 
* P< .01 
From the table 3.4 it is clear that independent 
variables as a whole emerge as predictors of job involvement 
with a significant F(F = 3.0683, P<.01). Again task identity 
was found as significant predictor of job involvement. 
Further analyses were undertaken to gauge the 
influence of predictor variables on job involvement of 
supervisors and managers of both the organizations. 
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TABLE 3 . 5 STANDARD MULTIPLE REGRESSION (SUPERVISORS. 
COMBINED SAMPLE) 
Variables Regression Std. error of 
Coefficient Reg. Coeff. 
t value 
Autonotfiy 
Task identity 
Feedback 
Skill Variety 
Advancement 
Salary 
-.0009 
.0232 
.0398 
- .1536 
- .1398 
.2203 
.1337 
-.0422 
.181 
- .4597 
-2.1486 
.0077 
.1807 
.2078 
.2193 
.3013 
1.9717 
.0052 
.7399 
.2029 
.8252 
1.5253 
1.0897 
1.471 
Intercept = 62.8829 
Std. error of estimate = 7.9336 
Multiple R « .3367 
Overall F = 1.0442 
In the supervisor san5)le, independent variables 
failed to predict job involvement (Table 3.5). 
TABLE 3.6 STANDARD MULTIPLE REGRESSICMT (MANAGERS. COMBINED SAMPLE) 
variables Regression Std. error of 
Coefficient Reg. Coeff. 
t value 
Autonomy 
Task identity 
Feedback 
Skill Variety 
Advancement 
Salary 
.1589 
-.1067 
.1285 
-.0746 
-.0135 
.0325 
.6665 
-.3783 
.1529 
- .8042 
-1.8865 
.0021 
.3216 
.2863 
.2619 
.4388 
2.5005 
.0027 
2.0719 
1.3212 
.5837 
1.8325 
.7544 
.7937 
Intercept » 7 0.5452 
Std. error of estimate = 8.8337 
Multiple R > .3798 
Overall F - 1.0677 
P< .05 
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Similar trend is discernible for managers of 
Textile mill & Tannery organizations. Table 3.6 reports that 
only one job characteristics, autonomy predicts job 
involvement of managers sample. 
The last part of the analysis deals with 
combined sample (workers, supervisors & mcuiagers) of both the 
organizations separately. 
TABLE 3.7 STAHDARD MULTIPLE REGRESSION (TEXTILE MILL EMPLOYEES) 
Variables Regression Std. error of 
Ccefficient Reg. Coeff. 
t value 
Autonomy 
Task identity 
Feedback 
Skill Variety 
Advancement 
Salary 
.0217 
.0666 
.0301 
-.1058 
-.0003 
-.0692 
.073 
.0931 
.0872 
-.3005 
.2550 
-.0014 
.0702 
.0773 
.0787 
.1031 
.6507 
.0008 
1.0403 
1.2041 
1.1074 
2.915* 
.3919 
1.6182 
Intercept = 71.8772 
Std. error of estimate > 7.9611 
Multiple R « .1757 
Overall F » 2.1873** 
^ P< .01 
•* P< .05 
Table 3.7 shows t h a t o v e r a l l independent 
var iable influence job involvement of Text i le mil l eciployees 
(F = 2.1873, P< . 0 5 ) . S k i l l v a r i e t y emerged as s i n g l e 
independent predic tor of job involvement. 
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Table 3.8 shows results of Tannery employees. Neither 
multiple R nor independent variables emerged as predictor of 
job involvement of Tannery en^loyees. 
TABLE 3.8. STANDARD MULTIPLE REGRESSION (TANWSRY EMPLOYEES) 
Variables Regression Std. error of 
Coefficient Reg. Coeff. 
t value 
Autonomy .1638 
Task identity .1622 
Feedback .1381 
Skill Variety .0653 
Advancement -.0349 
Salary .0663 
.1088 
.2041 
.1134 
-.0524 
-1.1275 
.0006 
.1051 
.1091 
.1047 
.1559 
.9077 
.001 
1.0351 
1.8711 
1.0832 
.3361 
1.242 
.5758 
Intercept > 66.1442 
Std. error of estimate « 7.1264 
IfULltiple R « .2411 
Overall F - 1.7388 
In the previous analysis of multiple regression 
all the variables were found as predictors and they 
entered into the regression ecjuation at once without any 
consideration of the degree and significance of their 
correlations with the criterion. Since this was an 
exploratory study, so there was need to know the relative 
contribution of independent variable that adds most to 
Che prediction of the dependent variable in terms of 
increasing R^. 
Table 3.9 shows the results of stepwise 
regression analysis applied to total sample. It clearly 
reveals that all' the independent variables put together 
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yielded a multiple R of .15 and accounted for two percent of 
the total variance in job involvement out of which one 
percent was accounted by the task identity. 
TABLE 3.9 STEPWISE REGRESSION ANALYSIS (TOTAL SAMPLE) 
Variable(s) B R^  R^Change F Change 
Task Identity 
Feedback 
Skill Variety 
Autonomy 
Salary 
Advancement 
** P< .05 
* P< .01 
.15319 
.08472 
-.16606 
.08648 
.00012 
-.05891 
.10031 
.12036 
.14739 
.1591 
.15932 
.15939 
.01006 . 
.01449 
.02172 
.02531 
.02538 
.0254 
.01006 
.00442 
.00724 
.00359 
.00007 
.00002 
6 
2 
4 
2 
.0272 
.6575* 
.3722* 
.1739* 
.04216 
.01233 
Next part of the analysis deals with workers sairple of both 
the organizations. Table 3.10 shows the result of Textile 
mill workers. 
TABLE 3.10 STEPWISE REGRESSION ANALYSIS (TEITILE MILL WORKERS) 
Variable(s) R R" R'^ Change F change 
Task Identity 
Skill Variety 
Feedback 
Advancement 
Salary 
Autonomy 
•* P< .05 
* P< .01 
.1372 
- .1437 
.0536 
-4166 
-.0015 
.0273 
0970 
1303 
1393 
1436 
1454 
147 
.0094 
.0169 
.0194 
.0206 
.0211 
.0216 
0094 
0075 
0024 
0012 
0005 
0004 
3 
2 
.3636 
.7228 
.869 
.4329 
.1925 
.1593 
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Two of the predictor variables, that is, Task 
identity and skill variety contributed significantly for the 
prediction of the criterion (job involvement) in Textile mill 
workers group. R"^  for task identity was .0094 (F = 3.36; 
P<.01). After the entry of skill variety, R^  was .0169 (F = 
2.72; P<.05). However altogether independent variables 
yielded multiple R of .14 and accounted for two percent of 
the total variance to job involvement. 
Tannery workers results are reported in table 3.11. 
TABLE 3.11 STEPWISE REGRESSION ANALYSIS (TANNERY WORKERS) 
Variable(s) B R" R'^ Chamge F Change 
Task indentity .3958 
Autonomy .1507 
Advancement -.8428 
Salary .0027 
Feedback -.0355 
Skill Variety -.0378 
2534 
2853 
2939 
2989 
2999 
3005 
.0642 
.0814 
.0864 
.0894 
.0899 
.0903 
.0642 
.0172 
.0049 
.0029 
.0005 
.0003 
8 
2 
.9231 
.4176 
.6986 
.4136 
.0799 
.045 
* P< .01 
'* P< .05 
In this group multiple R of .30 accounts 9 
percent of the total variance in Job involvement. Task 
identity and Autonomy entered into the regression equation at 
the first and second step respectively and these two 
variables shared as much as 8% of the variance with the 
criterion. 
Next phase of the study deals with different 
level of employees of both organization being analyzed 
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separately. 
Table 3.12 present the result of workers 
combined sample. 
TABLE 3.12 STEPWISE REGRESSION ANALYSIS (WORKERS. COMBINED 
SAMPLE) 
V a r i a b l e ( a ) B R*^  Change P Change 
Task identity 
Salary 
Feed back 
Skill Variety 
Autonomy 
Advancement 
*P< .01 
**P< .05 
.2081 
.0029 
.0702 
- .1386 
.0815 
.1922 
.1347 
.1586 
.1671 
.1823 
.1909 
.1915 
.0181 
.0251 
.0279 
.0332 
.0364 
.0366 
.0181 
.007 
.0027 
.0053 
.0032 
.0002 
9.0918 
3.5448' 
1.3848 
2.6836 
1.6372 
.1135 
Resu l t s i n d i c a t e s t h a t a l l t he p r e d i c t o r 
var iable yielded multiple R of .19. Task i d e n t i t y entering 
the r e g r e s s i o n f i r s t accounts for one pe rcen t of the 
variance of Job involvement. Demographic va r i ab le ; salary 
c o n t r i b u t e s s i g n i f i c a n t l y t o the p r e d i c t i o n of job 
involvement. Sk i l l var ie ty enter ing fourth in the regression 
adds 3% of predictcible var iance. 
Table 3.13 p r e s e n t s t he r e s u l t of combined 
sample of supervisors group. 
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COMBIMED SAMPLE) 
Variable(8) B R R" R^Change F change 
Salary .0078 
Skill Variety -.2401 
Autonomy .1681 
Advancement -1.7433 
Feedback .1809 
Task Identity -.0421 
2203 
2567 
2914 
3167 
3355 
3367 
.0485 
.0659 
.0849 
.1003 
.1126 
.1133 
.0485 
.0173 
.019 
.0153 
.0123 
.0007 
2 
1 
.7564 
.9837 
.0818 
.871 
.6939 
.0412 
** P< .05 
The results indicate that only one independent 
variable salary emerge as significant predictor of job 
involvement ( F = 2.75; P<.05) of supervisor group. However, 
all independent variables accounts for 11% of predictable 
variance with a multiple R of .33. 
TABLE 3.14 STEPWISE REGRESSION ANALYSIS (MANAGERS 
COMBINED SAMPLE) 
V a r i a b l e (s) B R R'^  Change F chjuxge 
Autonomy .2427 
Skill Variety -.5493 
Task identity —.3308-
Salary .0021 
Advancement -1.7292 
Feedback .1529 
.1589 
.261 
. 33 37 
.3545 
.3695 
.3798 
.0252 
.0681 
.1114 
.1257 
.1365 
.1442 
.0252 
.0428 
.0432 
.0142 
.0109 
.0076 
1 
1 
1 
.115 
.5352 
.99-7 
.6537 
.4922 
.3408 
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In case of managers sample (Table 3.14), all 
the independent variables put together accounted for 14% of 
the total variance with a multiple R of .37. But none of the 
variables contributed significantly to the prediction of 
criterion . 
The next phase of analysis included workers,, 
supervisors and managers of both the organizations 
collectively. 
TABLE 3.15 STEPWISE REGRESSION ANALYSIS (TEXTILE MILL EMPLOYEES) 
Variable(s) B R R Change F change 
Skill Variety -.192 
Autonomy .1166 
Task identity .1168 
Salary -.001 
Feedback .0775 
Advancement .3073 
.1065 
.1383 
.1565 
.1665 
.1732 
.1747 
.0113 
.0191 
.0245 
.0277 
.030 
.0305 
.0113 
.0077 
.0053 
.0032 
.0022 
.0005 
4.7072 
3.2448 
2.2517 
1.3434 
.9553 
.2202 
•F< .01 
Table 3.15 shows results obtained by Textile 
mill employees. It indicates that 3% of the variance 
attributed to predictor variables with a significant multiple 
R of .17. Skill variety and autonomy emerge as significant 
predictor and account for almost two percent of variance of 
job involvement. 
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TABLE 3.16 STEPWISE MULTIPLE REGRESSION ANALYSIS (TAMNERY 
EMPLOYEES) 
Variable(s) B R" R^Change F change 
Autonomy 
Task identity 
Advancement 
Feedback 
Salary 
Skill Variety 
.1788 
.1892 
-.7899 
.1151 
.0006 
-.0524 
.1638 
.2096 
.2205 
.236 
.2398 
.2411 
.0268 
.0439 
.0486 
.0557 
.0575 
.0581 
.0268 
.017 
.0047 
.007 
.0017 
.0006 
4 
3 
1 
.8018 
.0912* 
.8517 
.2839 
.3196 
.1133 
* P< .01 
Tannery employees results indicates (Table 
3.16) that predictor variable significantly correlated with 
the criterion with a multiple R of .24 accounting for 5% of 
the variance. R for Autonomy was .1638 found to be 
significant ( F = 4.80; P<.01). After the entry of Task 
identity R was .2096 (F=3.09; P<.01). These two predictor 
variables accounts for 4% of the variation. 
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DISCUSSION: 
In the present study, we have explored the relationship 
between job involvement and selected demographic variables 
and certain job characteristics. 
The analyses reported earlier are reasonably 
consistent with the findings of previous job involvement 
studies. Many investigator (Hackman & Lawler, 1S71; Brief & 
Aldag, 1975; Saal, 1978,- Cellar, Kerman & Barrett, 1985; 
Elloy et al., 1991. Lambert, 1991 and Gandhi, 1992) have 
shown that the core characteristics are instrumental in 
motivating employees, enhancing their job satisfaction, 
performance and job involvement. In our study, 'task 
identity' emerged as the most significant predictor of job 
involvement to the sample of both the organisations workers. 
We studied three level of employees, i.e., worker, supervisor 
& managers. We observed that for supervisors, the salary was 
an important predictor variable and autonomy was valued by 
managers sample. The same trend was discernible with respect 
to Tannery employees. However, in case of Textile mill, 
* skill variety' emerged as significant predictor for the 
criterion variable. 
Task identity significantly predicts job 
involvement. This would mean that enployees consider their 
job as their own or they have a sense of belongingness to 
their job. It offers employees the chance to do whole and 
identifiable piece of work in their job. In this "study, the 
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reason behind the significant relationship of task identity 
with job involvement might be that when a job is autonomous, 
workers are allowed to schedule their work activity and it 
led them to develop identification with their job. Fried & 
Ferris (1987) found that 'task identity' was highly related 
with work performance. More recently, in Indian context, 
Gandhi (1992) contended that task identity significantly 
predicts organisational involvement. 
Skill variety was found to be negatively 
correlated with job involvement . When we examine the data we 
observe that low score on skill variety were associated with 
high values on job involvement. It could be inferred that the 
employees, by and large, do not aspire for skill variety. But 
experts from industrially developed countries have often 
argued that skill variety has motivational implications for 
job satisfaction. On the other hand, we observed that skill 
variety may not have motivational appeal for the Indian 
sample (Kumar, 1988). Skill variety demands that one must 
have developed expertise to undertake multiple activity on 
che work. In this regard the performance at the job is bound 
CO become more complex. Those who prefer sirtple and routine 
job may not like to undertake complex activities. 
Another job characteristics, 'autonomy' emerged as 
significant predictor for the sample of managers only. It may 
be visualized that autonomy granted by the organisation may 
develop in the employee the feeling of freedom to schedule 
his work and to set up the pace of his work. These aspects 
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are bound to develop job involvement among the employees. It 
means that, autonomy may prompt employees to feel more 
responsible for the work outcomes. When employees schedule 
their own work, they think that the outcome depends on their 
own efforts, initiatives and decisions. Subsequently, they 
may feel more concerned with the organization. Our finding 
lends support to the findings of Mannheim & Dubin (1986), 
Spector (1986) and Zikeye (1989) who found that job autonomy 
was significantly related with job satisfaction, work role 
centrality. etc. Beside * autonomy', managers in particular do 
not show any significant relationship with other job 
characteristics and demographic variables. These finding are 
in line with the findings of Sinha (1973), Maneriker & Patil 
(1983) . Sinha (1973) concluded that managers in public sector 
organisations believed that hard cuad sincere work was likely 
CO bring "nothing in particular" . The eit^ loyees in such 
organisations generally lacked organizational identification. 
They felt that the organisation was "of the Govt." and they 
jusc performed their job roles to earn their bread 
(Srivastava £c Krishna, 1992) . 
With respect to the relationship between job 
involvement and demographic variables, we find that only 
salary emerged as an important predictor for the sample of 
workers and supervisors. Our findings partially support the 
findings of Sharma & Kapoor (1978), Pathak and Pathak (1987), 
Aleem and Khandelwal (1988). Salary is not significantly 
perceived by the managers. Chadha & Gill (1988) also found 
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similar result. They contended that with tije increased income 
Che managers tends to take their task easily and involves 
themselves in many other side activities. As the very easy 
way of working also pays them well, they overlook their 
responsibility and seem to be less job involved. 
The stepwise regressioin shown in Table 2.p clearly 
suggest that job characteristics are much better predic^tors 
of job involvement than are the demographic variables. Our 
findings support previous research efforts that immediate job 
situation may exert influence on job involvement (Ruh & 
White, 1974) . Saal (1978) contends that job characteristics 
explain a larger proportion of the variance in job 
involvement than personal demographic variables. Rabinowitz & 
Hall (1977) state that "no one class of variables shows 
clearly the stronger relationships to job involvement than 
any other". 
The results of the present study should be interpreted 
in terms of organizational structure as well as job 
hierarchy. Being public sector undertakings both the 
organizations had a set of rules and procedures. It is an 
open secret that such organizations do not provide 
substantial freedom to the individuals in scheduling their 
job activities. Probably, such aspects as initiative and 
personal enthusiasm are not permissible due to which it is 
not aspired for. This may lessen involvement with the job. 
Moreover in such organizations, opportunities for advancement 
are limited . It takes many years to get promotion. So salary 
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becomes important factor of job involvement of the employees. 
Lack of opportunities * of advancement combined with ever 
increasing cost of living is bound to lay emphasis on salary 
which is aspired by the employees. The government announces, 
at regular intervals, enhancement of dearness allowance but 
such enhancement hardly compensate the rising prices of 
various commodities. 
Suggestion for future research; 
It has been made an^ jly clear that the present 
study was conducted on the two public sector organizations-
(ELGIN & TAFCO) of Kanpur. The sample of the present study (n 
= 595) was comprehensive but it is visualized that such study 
should be conducted in various other public sector 
undertakings. It is also suggested that the present study 
should be conducted in private sector as well. 
With the liberalization of economic policies 
many multinational companies have established their 
organization in the country. The job conditions in such 
organizations are much different than the private 
organizations of the country. Thus, the study may be extended 
CO multinational companies as well as private sector 
organizations. Also many Indian organizations have started 
joint ventures with foreign collaborators. Such 
organizations should also be explored to determine the 
influence of job characteristics on job involvement. 
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There are many other psychological factors such 
as early socialization process, locus of control, work values 
and ethics which may influence job characteristics as v/ell as 
job involvement. These variables should also be researched. 
Unless it is done the present finding cannot be generalized. 
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APPENDICES 
APPENDIX - A 
JOB-CHARACTERISTICS SCALE 
The present investigation aims at studying the 
aspirations of people pertaining to their job. Often 
disparity in perception leads to many organisational 
problems. We seek your co-operation in finding out 
the desired aspects in order to formulate programmes 
for better industrial relations. 
Your frank responses would be of great help to 
us. You need not to reveal you identity and your res-
ponses would be treated in strict confidence. 
Thanks, 
APPENDIX -Ai 
INSTRUCTIONS : 
Please carefully read each statement and indicate the 
extent to which you observe the aspects mentioned below in 
your organisation. In this regard, you have to follow the 
procedure as indicated to give your response. Please note 
that you have to evaluate each statement. 
Please put (5) within the bracket if you 'Fully Agree' 
with the statement. Put (1) within the bracket if you 'Fully 
Disagree' with the statement. In this manner, you have to 
put 4, 3, and 2 accordingly. 
In this Organisation 
1. Good workers are appreciated by the supervisors. 
2. Workers use the same method over and over again 
in doing their work 
3. Workers generally feel satisfied when assigned 
a challenging task. 
4. Changes in the method of work is introduced 
without consulting the workers. 
5. Usually workers get economic rewards for effi-
cient performance. 
6. Workers get sufficient authority to discharge 
their job related responsibilities. 
7. Most of the workers would work beyond working 
hours even if they are not paid for it. 
8. Generally the people are given respective task 
to perform. 
( 
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9. Most of the workers would like to shoulder 
greater responsibilities. 
10. The workers are given recognition for the good 
work done by them. 
11. The performance target is decided by the worker 
himself. 
12. Workers are assigned different duties from 
time to time. 
13. Display of skills by the worker is usually 
appreciated. 
14. Worker have a reasonable say in deciding how 
their job is to be carried out. 
15. People have sense of accomplishment because 
they are given challenging work. 
16. Workers are invited to participate in decision 
making. 
17. Usually the workers do their work irrespective 
of any reward of recognition. 
18. Workers are are encoxiraged for suggesting new 
ideas about the work. 
19. Most of the workers do not willingly do extra 
bit of work. 
20. Workers are informed about their level of 
perf onnance. 
21. Workers views on organizational effectiveness 
are honoured by the management. 
22. Workers are seldom encouraged to perform diffe-
rent duties. 
23. Supervisors g«ierally consult their workers 
whenever any problems crop up. 
24. Most of the people consider that finishing the 
work within a given time is a challenge for them, 
25. Opportunities are given to people to experiment 
with innovative methods of work. 
26. The management usually gives reward to good 
workers. ( ) 
27. Usually the workers work at a fixed location 
of time and place (such as, same place, table 
etc.) while completing the task. ( ) 
28. The choice of the method of work is left to 
workers. ( ) 
Please furnish the follovlng information 
How long you have been working 
in this Organization 
How long have you been in this 
profession 
Vvhat are the chances of advance-
ment in this organization 
(Good, Average, Poor) 
Nature of Eirploytnent 
(Permanent or Temporairy) 
Name of your Position 
Income 
Age 
Educational level 
Marital status 
Sex 
JOB CHARACTHIISTICS SCAX^ 
^T^ ^f^ ?fwT 5 arnr $T« $?# ? , 3H^ f-^ f5 ?f^  Tr^Wcrt #,5?i nrs ^ 
jp i^ t ^mr^ ^ ^ ftw ^fi^ gfrr^ ^ crmt $T trrrB ^rrr s t ^ 1 fcrar ^ 
afr 3PirqTlnn ^ I?TIJW t , nt 51| ]fe fr?l 1 ga n ^ ami? 1^ 3 arfr 
2 i $ t ^ StfcTHdK if$?T $rTr t I 
ga awT ^ — ' 
2- sjfirrrt' ^rn «?^ ^ m tr fgf«i $T ^TT-^TT BM^^ *r^ f 1 
1^ 9m $?^ <^  cffl^t j | q f r^^ ^A^ujf I ?!PiTi nrrfg^ ^ 
f ^ T f * ^ ^^ rmr 6 I 
5- arcBT *T^ »r^ ^ ^jT^Y^r^t arfij* g^ "R fezrr -OCTT t 1 
7- Jifm^z ^xTirt fHfrtfzr\ m^ ^ ^r^ sft ^u\ ^T^ ^f ^mr 
z^ i, m i gnt f(W 3^«t ^ ^ ^ R fR^ I 
9- arftf*nr stftrrrt atr aft^ f^tp^erfr^if f^ JTFnr m^^ t 1 
10- ai5T $Tfl *^^ ^ ¥iTirrfraf ^ arcr f^^r s^nrfT t ' 1 
n - $1? $r^ $T p^ q ^mt\ TO s't fR«rffeci $ ^ T t r 
12- ?nw-?wj qr ^ifgrfrgf trafj'Hacpi $TTI $r^ ^ f5^ UT^ ? 
13- aiwr< qr ^ f^^ i r<ii7 r r *|i%Mpkii $t ^rihn" etnt #1 
15- fitnf 5 rr^Tr^Cqrft^rj)*T aranTn stfrr ^,5^ 3 ^ * ^ 
«rrnT § 1 
!7- ^rmfc tR qsifiirrt §^T« ^ 5rTtRT «^ frrgrs f«^ f^rnwHi 
j9- ^J i ^ rW 5t 3}q^  3)1^ ^  Fnr t ^ ^ 4 TR^TTI" et ^irrftt! 
20- ^4^ir<iif ^ Amr $t rnr^r ^ T ^ mri f^^rrrt *T ^^ ^ 
T*m «rrnT g i ' 
22- iHIsntr- qr t ^ r ^ t^ffr m7^ % j^r^ qr ojTtrrfnrT ?l 
fl?lTl rp f i . ^ , ^ 
23- aTg$c!< eiTn fra$rn f fs m^ « *T« qrr S^HT 3^ f^w ^ 
q^tfft l i . " ^ 
2*^ : | t ^ t $t *"R *r^ ^ =1^  fl^l^f cr< cprh $r^ (^ ?n? agar fq^ 
26- smuatr qr cr4tR aiey ITJ; $r=^  graT ^j g^ Td 5CTT f 1 - ( 
APPENDIX - B 
JOB-XSVOLVSmUT SCidE. 
APPBNDIX-B 
You are reques ted to read c a r e f u l l y each s ta tement anri r a t e 
them from 1 t o 5, as you d id e a r l i e r . I n o t h e r words : 
I f you t o t a l l y find yourse l f i n agreement withi t he s ta tement 
then you pu t (5) i n t h e b r acke t . 
I f you agree pu t (4) i n t h e b racke t . 
I f undecided nu t (3) i n t h e b racke t . 
I f you d i s a a r e e nut (2) i n t h e b racke t . 
I f you f ind yourse l f t o t a l disagreement then put (!"> i n the 
t r a c k e t . 
1. I w i l l s t a y overt ime t o f i n i s h a job even i f I am 
not paid f o r i t . ( ) 
2« You can measure a person p r e t t y well by how good 
a job he / she does . ( ) 
3» The major s a t i s f a c t i o n i n my l i f e comes frc8n my j o b . ( ) 
4 . For me, time a t work r e a l l y f l y by. ( ) 
5 . I u s u a l l y show up fo r work a l i t t l e e a r l y to ge t 
th lngs ready . ( ) 
6 . The most impor t an t t h ings t h a t haopen t o me im 'o lves 
my work. { } 
7 . Sometirrds I l i e awake a t n igh t th ink ing ahea^^ to 
t h e next d a y ' s work. ^ 
B. I am r e a l l y p e r f e c t i o n i s t about my work. ( "^  
9 . I f ee l depressed when I f a i l a t something connected 
with my j o b . ( 
UO* I have o t h e r a c t i v i t i e s »^ore impor tan t thon my 
work. ( 1 
11 • I l i v e , e a t and brea the my job-
12. I would probably keeo working even i f l d id not 
need the money. 
1 3 . Quite o f t en I f e e l l i k e s t a y i n g home from work 
in s t ead of coming i n . 
14. To nie, my work i s only a small p a r t of who I am. 
15. T am very much 1 rvolve p e r s o n a l Iy i n my work • 
16. T avoid tak ing on e x t r a d u t i e s and r e s p o n s i b i l i t i e s 
i n ray work • 
17 • I used to be more ambi t ious about my work than 
I am now. 
18. Most t h ings i n l i f e a re more iitqaortant than work* 
19. I used t o ca re more about my woric, but now o t h e r 
th ings a re more impor t an t to me. 
20 . Sometime I would l i k e t o k ick myself f o r the 
mis takes I make i n my work. 
JOS iyr70LVE!^ENT SCALE 
APFBMDIX~Bl 
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trrt §«l fpRT ^  aa^ jfr ^ f«^ 1 • • . 
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